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Twelve hour shift 
Formula ntakes .the difference 
Better hours and working conditions were a kt.y UNA demand 
before the Forsyth Tribunal. The 12-hour shift article needs 
careful enforcement to avoid undermining the contract. 
One of the major changes 
in the provincial Collective 
Agreement handed down by 
the Forsyth Tribunal in July 
1982 was the introduction 
of Article 37 dealing with 
the extended work day. 
In this particular Article 
several other articles of the 
Collective Agreement are 
amended to reflect the ex-
tended work day as oppos-
ed to the normal 7 3/4 hour 
work day. 
Extended work day sche-
dules require close scrutiny 
in the light of clause 37.04 
(i) to ensure that they con-
form to its provisions. 
The most important pro-
visions of this clause are: 
• Regular hours shall in no 
case exceed 11 V4 
amended; 
• Regular hours shall be 
38V4 hours per week 
averaged over one com-
plete cycle of the shift 
schedule; 7.01 (b) 
amended; 
Calgary nurses learn Wen-Do 
UNA members in District 93 
which includes the Holy Cross 
Hospital, the Colonel Belcher 
and the Rockyview were 
recently introduced to Wen-
Do, a self-defense course for 
women. 
According to Sharon Lea 
former Local 121 president 
and current grievance commit-
tee member at the Holy, Wen-
Do is a "self-defense course 
developed by women for 
women. 
"Who best knows what we 
need but women," she said. 
Afer a rash of sexual assaults 
had occured in and around 
those hospitals Lea said that 
during the hospital nurses' 
strike she met with some 
women from Vancouver who 
teach Wen-Do. In addition to 
the assaults around the 
hospitals women in Calgary 
had become quite fearful 
because of the presence of a 
rapist who after several of-
fenses was still roaming the 
streets. 
Subsequent to her discus-
sions with the Vancouver 
women (there are no Wen-Do 
instructors in Alberta, yet), 
Lea approached the Holy 
Cross' safety person to in-
vestigate the possibility of 
establishing Wen-Do courses 
for the nurses, support staff 
and the wives and daughters of 
male employees. 
Lea asked the hospital to 
provide the space needed for 
the courses and to provide ex-
tra Commissionaires in order 
to be able to use hospital 
facilities during the weekends 
and at night. 
The Hospital agreed and the 
courses began last fall. In ad-
dition staff registered for the 
course through the District's 
in-service education program 
so that tax receipts could be 
issued. 
"Clearly , District 93 de-
serves a bouquet of thanks for 
being concerned. We could 
not have put on the course in a 
cost-effective way, from a 
union perspective, without the 
employer's help," Lea said. 
With the financial assistance 
from the District the cost of 
the course per person was 
about $35.00 - the instructors' 
fees. 
The basic elements of Wen-
Do are awareness of the situa-
tion, avoiding dangerous si-
tuations and learning to auack 
through using the element of 
surprise. 
Lea, clearly .. rirm believer 
in Wen-Do courses for 
women, noted that any 
woman can learn to use Wen-
Do no matter how unfit she 
may be. 
Although the Wen-Do 
manoeuvres are learned 
through practicing within the 
class Lea said that another im-
portant part of the course is 
that it "stimulates women to 
think quickly; to learn to do 
things that fit better with your 
body." 
And at the end of the three-
month course each women 
breaks a pine board with only 
her fist. 
Some of those who auended 
the course are currently taking 
courses to become instructors 
of Wen-Do. And so women in 
Alberta will soon have their 
own instructors to turn to in-
stead of having to make ar-
rangements with women from 
other parts of the country. 
" Every union executive 
should look into convincing, 
coercing, seducing their ad-
ministration to take respon-
sibility in a financial way for 
female staff," Lea said. 
" I would encourage it for 
the whole province." 
• Regular hours shall ex-
clude at least one and a 
maximum of two 30 
minutes meal periods; 
7.02 (d) amended. 
There is a maximum of 12 V4 
hours in-hospital time (ex-
cept for overtime). 
The 12 V4 hour total also 
provides a 15 minute 
overlap with the following 
shift in order to ensure a 
reporting period. 
Meal breaks totalling 
more than one hour are 
contrary to the Collective 
Agreement and result in a 
loss of paid time. 
To ensure that the weekly 
hours average 38 V4 over one 
complete cycle of the shift 
schedule use the following 
formula: 
Number of hours 
worked:in •1 eyt'lt!""' 
of the shift schedule:: x 
Number of weeks in one 
cycle of the shift schedule 
The result should be 383/4 
hours. However, UNA will 
accept any figure between 
38 and 39 hours if the 
nurses working the shift 
agree to it. 
A figure of anything less 
than 38 hours per week 
average will result in 
monetary loss . A figure of 
anything more than 39 will 
result in overtime which is 
compensable at double 
time. 
In order for shift 
schedules to hit the 
stipulated window (38 - 39 
hours per week average) 
most shift schedules will 
have to provide for shifts of 
less than 11 V4 hours (8 3/4 
hours) . The weekly average 
then will equal 383/4 hours. 
Since the Collective 
Agreement was imposed by 
the Forsyth Tribunal both 
parties must adhere to its 
provisions. The alternative 
is for the parties to 
negotiate an Addendum 
which provides mutua\ 
satislaetion. 
All Addenda are subject 
to a ratification vote accor-
ding to Article 10 of the 
Constitution and approval 
by the Executive Officers 
and the Executive Director 
prior to their implementa-
tion. 
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In the previous News-
bulletin (Volume 6 Number 3, 
December 1982) a report was 
written about a recent arbitra-
tion decision involving the 
Wainwright Health Care 
Complex and UNA Local 38. 
The issue concerned the 
cancelling of a posted vacancy 
prior to the deadline for the 
receipt of applications. 
Two part-time employees 
verbally indicated their desire 
to pick up extra shifts, thereby 
sharing the shifts of the full-
time position between them. 
At the same time, another 
employee applied in writing 
for the full-time position but 
her application was rejected 
on the pretext that the vacancy 
no longer existed, the posting 
having been cancelled. As a 
result a grievance was filed. 
At Arbitration, the Board 
ruled in favour of the grievor, 
Court Upholds UNA Decision 
directing that the employer 
report the vacancy and pro-
ceed with their selection pro-
cess in accordance with Article 
4. 
The decision of the Arbitra-
tion Board was challenged by 
the employer before the Court 
of Queen' s Bench on Dec. 10, 
1982. 
Counsel for the employer 
argued that the Arbitration 
Board had no jurisdiction to 
require the employer to repost 
the vacancy claiming that the 
Board was dictating to ma-
nagement the number of full-
time employees that it was re-
quired to have. The 
employer's concern was that 
this directive conflicted with 
the Management Rights Arti-
cle of the Agreement and 
management's presumptive 
right to re-organize the work 
force. 
But counsel for the Union 
argued that the employer was 
misrepresenting the Board's 
award by their argument. 
A review of events was given 
based on the facts as provided 
by the Arbitration Award. The 
Union argued . that the em-
ployer by initially posting the 
vacancy for a full-time posi-
tion, had made a conscious 
decision that they needed and 
wanted to have twelve full-
time employees. And the 
cancelling of the vacancy was 
not due to a change in mind . 
Rather, the work continued to 
be available - it could be 
done by the two part-timers. 
The Union argued that the 
Arbitration Board had only 
directed the employer to do 
that which they had originally 
undertaken to do. The 
employer had no absolute 
right to cancel a vacancy once 
posted. There was no sound 
and practical basis for the 
cancellation and the contrac-
tual rights of all employees 
must take priority over the in-
dividual wishes of two. 
It was also argued that the 
Arbitration A ward was not 
pateQtly unreasonable, as the 
Board had not exceeded its 
jurisdiction and the A ward 
should be upheld. 
After consideration the 
judge ruled in favor of the 
Union upholding the Award 
of the Arbitration Board and 
awarding costs to UNA. 
As of the writing of this Ar-
ticle, the employer has not 
posted the vacancy. Counsel 
for the Union and the Employ-
ment Relations Officer assign-
ed to this Local will be in-
itiating efforts to ensure the 
employer's compliance. 
Mountain Standard Time 
Executives represent views 
A recent Arbitration Award 
involving grievances raised by 
UNA Local 11 must be viewed 
as a learning experience for 
members of UNA. 
The issue involving the 
Mountain Standard Time 
change caused Local members 
to work one hour beyond their 
normal daily hours. They did 
not receive payment at the 
overtime rate for this extra 
hour worked. 
In April 1981 the Misericor-
dia Hospital was alerted to the 
fact that the issue of payment 
for the semi-annual time 
changes was being questioned 
by UNA in various hospitals. 
Consequently, the Director of 
Personnel decided to meet 
with the Local president to 
discuss the continuation of the 
hospital's past practice of no 
deductions in spring and no 
overtime in the fall. 
The Director concluded 
from the discussion that the 
president had agreed to con-
tinue the past practice. He 
then issued a letter confirming 
the approach to the president. 
But during the interim 
period between the spring and 
fall time changes UNA held a 
Labour School which was at-
tended by the Local's griev-
ance committee chairperson. 
The issue of overtime arising 
due to the fall time change was 
not only discussed but also 
was the topic of a mock 
grievance procedure exercise. 
Learning from this ex-
perience the committee's 
chairperson reported to the 
next Local executive meeting 
and received approval to can-
vass the Local's members 
about reviewing the manner of 
payment. Subsequently, two 
grievances were filed - a 
policy and group grievance. 
At the hearing the hospital 
accepted that the union asser-
tion that under the Collective 
Agreement the grievors were 
entitled to be paid at the 
premium rate. 
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But the hospital argued that 
the union was prevented from 
advancing its claim because of 
the earlier discussions between 
the Local president and the 
Director of Personnel. The 
employer argued that it was 
entitled to rely on the 
representations made by the 
Local president and had done 
so to their detriment since they 
did not make deductions in the 
spring when employees work-
ed one hour less than their 
normal daily working hours. 
The union, however, argued 
that the representations made 
by the president amounted to 
an amendment to the Collec-
tive Agreement . which could 
not be considered binding 
upon the members of that 
Local unless there had been 
compliance with the constitu-
tional procedures for ratifica-
tion. The union further argued 
that the inadvertant commit-
ment by the president was not 
done in full knowledge of the 
members contractual rights. 
And upon learning of these 
rights the members were entitl-
ed to enforce them and the 
president was obliged to serve 
their wishes. 
It was also brought out in 
the evidence that the union 
never received the letter from 
the Director of Personnel con-
firming the supposed agree-
ment. It was noted that this 
was an important omission 
since it wt>uld have spurred on 
the president to seek advice 
from provincial office staff. 
The Arbitration Board in a 
12 hour bargaining session 
unanimous award decided to 
dismiss the grievance. In their 
view the president's discussion 
in the early spring indicated 
that the union did not object 
to the continuation o f the past 
practice for dealing with semi-
. annual time changes . 
The Board was satisfied that 
the employee had relied on this 
representation to their detri-
ment. 
Commenting on the argu-
ments advanced by the union 
the Board stated "certainly 
democracy does, and must 
play a key role in union 
organization, however, it is a 
two sided issue. 
"Those elected to union ex-
ecutive must surely follow the 
wishes of their electorate in a 
general sense. However, once 
elected, they speak for their 
members not only in the sense 
of reflecting their views but 
also in the sense of being legal-
ly appointed spokespersons. 
" By the nature of their posi-
tion they are customadly .,... 
titled to speak for and make 
decisions binding upon the 
employees they represent and 
those dealing with them are 
entitled to rely upon their 
authority to do so unless ad-
vised otherwise." 
Fortunately, the issue of 
payment for time changes has 
been addressed in the current 
Collective Agreement. Local 
executive members would be 
wise to take heed of this deci-
sim1 since it will surely be 
discussed at the next UNA 
Labour School this June. 
Health Unit nurses settle 
A tentative settlement has 
been reached for nine of 
UNA's health unit locals. 
The settlement was reached 
after a 12 hour bargaining ses-
sion on Thursday, February 
10, 1983. The settlement is 
subject to ratification by UNA 
members. Ratification votes 
are scheduled for late 
February. 
The main features of the 
one year settlement are a fifty 
cents per hour across the 
board wage increase and a 
$300.00 signing bonus. The 
signing bonus is pro-rated for 
part-time and casual 
employees based on actual 
hours worked in January 
1983. 
For health unit members fif-
ty per hour represents approx-
imately 3.307o of pay. The 
$300.00 signing bonus re- . 
presents approximately an ad-
ditional 1.1% of an annual 
salary. 
Delegates from health unit 
locals met in Edmonton on 
February 3, 1983, to discuss 
the bargaining situation at that 
time. At that stage the health 
units had offered three per 
cent across the board and 
UNA had proposed a wage 
package costing approximate-
ly six per cent. All health unit 
locals represented at the 
delegate meeting indicated 
that · their members did not 
consider strike action to be 
desireable this year. 
In addition to the wage set-
tlement, a number of non-
monetary issues were settled 
including a provision for the 
continuation of insurance 
benefits in the event of strike 
or lock-out, slightly changed 
probationary period language, 
a court appearance provision, 
and improved language con-
cerning evaluations and an 
employee's access to her per-
sonnel file. 
If ratified, the new contract 
will expire March 31, 1984. 
Demand setting for the next 
round of negotiations will take 
place in October or November 
of 1983 . 
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WHAT'S THE SPORTIEST 
BUTTON IN TOWN? 
The UNA pin, of course. 
Run with the crowd. 
Order your pin today. 
Available through the UNA Provincial Office for the low price 
$2.50. Bulk orders for Locals. 
Women and Pensions 
Part 11 of a three part series 
Private plans discriminate 
PUBLIC PENSION 
DEBATE 
"While the CPP did not 
create the imbalance bet-
ween the incomes of elderly 
women and men - male 
pensioners were already 
receiving almost twice as 
much as female ones in 
1965, in reinforced it every 
possible way. It started by 
ignoring women's work in 
the home altogether then 
proceeded to punish mo-
thers who spend most of 
their lives in the home with 
pay, and finished off by 
adapting a benefit formula 
that perfectly mirrors the 
discriminatory low wages 
women get in the work 
force. " 
Louise Dulude, Pension Re-
form with Women in Mind. 
Current Position of Women 
Vis-a-Vis the CPP 
Until recently people who 
-...~~nm>¥N.n \ost all rights as 
dependents under the CPP. 
A homemaker, for in-
stance, whose husband left 
her after 30 years or more 
of marriage was not entitled 
to any CPP benefits, not 
even a widow's pension 
when her ex-husband died 
and his maintenance pay-
ments stopped. 
But currently upon di-
vorce CPP credits can be 
split for the years the couple 
lived together. The current 
maximum pension, how-
ever, is only $153.82 a 
month. 
According to Dulude 
from the pamphlet Pension 
Reform with Women in 
Mind, which she wrote for 
The Canadian Advisory 
Council on the Status of 
Women, "one of the main 
contributing causes of 
poverty among older wo-
men today is the total in-
adequacy of the benefits 
they receive as widows 
under the CPP". 
Instead of being given a 
share of their deceased hus-
band's pensions in recogni-
tion of their contribution to 
the marriage partnership, 
widows are granted CPP 
benefits that vary according 
to their supposed degree of 
dependency. To determine 
this dependency widows are 
divided into several cate-
gories, including: 
Childless able-bodied 
widows under the age 
of 35: These women clas-
sified as independent and 
are therefore entitled to 
nothing at all as surviving 
spouses from the CPP, even 
if they have been keeping 
house full-time for their 
husbands for 15 years or 
more. 
Childless able-bodied 
widows aged 35 and over: It 
was decided that married 
women become increasingly 
dependent after the age 35, 
and reach the point of full 
dependency at age 45. As a 
result, a woman who 
becomes a widow at age 36 
receives ten per cent of a 
full widow's pension but 
one whose husband dies 
when she is 37 will receive 
20 per cent. And with 100 
per cent being paid only to 
those widowed at age 45 or 
older. 
Full widow's pensions in-
clude a flat-rate payment-
$63 in 1981 -plus 37.5 per 
cent of the deceased hus-
band's pension en-
titlements, up to a total 
maximum benefit of $166. 
Once a widow's pension 
level has been established, 
at 20 per cent of the full 
pension, it remains there 
until she reaches the age of 
65 or remarries. The ra-
tionale for this is that a 
woman who is widowed at 
age 37 will probably find a 
job and support herself 
almost entirely until retire-
ment age while a woman 
widowed at age 45 is unlike-
ly to ever manage on her 
own. This bears little rela-
tion to the real world, in 
which a 37 year-old widow 
might well be an unskilled 
housewife, and her 45 year-
old counterpart a profes-
sional woman. 
Widows of all ages who 
are disabled or have depen-
dent children: Women in 
these categories are deemed 
to be the most dependent of 
all. They include: 
• widows who suffer from 
a severe and prolonged 
disability which prevents 
them from earning a liv-
ing; 
• widows who have 
children aged less than 
18, disabled children of 
any age, or children aged 
18 to 25 who are full-time 
students. 
All of these women are 
entitled to full widow's 
benefits. The second group 
also receives orphans ' 
benefits amounting in 1981 
to $63. (In the case of 
students aged 18 to 25, the 
money is sent directly to the 
children.) 
Widows aged 65 and over 
who: Never (or almost 
never) worked outside their 
homes. While still con-
sidered in great need of 
assistance, these women are 
presumed to be somewhat 
better off than their 
younger counterparts 
because they receive the Old 
Age Security pension and if 
poor enough the Guaran-
teed Income Supplement. 
This money is taken into ac-
count by abolishing the flat-
rate component which is a 
part of younger widows' 
pensions, and setting 
benefits at a fixed 60 per 
cent of the deceased's pen-
sion entitlement. Thus 
yielding a current maximum 
widow's benefit of $184.59 
a month, plus orphans' 
benefits whenever ap-
plicable. Women who are 
most affected by this 
change in the benefit for-
mula at age 65 are low-
income widows, for whom a 
generous flat-rate benefit is 
much more-profitable than 
a percentage of their 
deceased husbands' modest 
incomes. Consequently, wi-
dows of average and higher-
income men continue to get 
the same CPP surviving 
spouses' pensions when 
they turn 65, but those who 
had been married to low-
income earners have their 
benefits reduced by about 
30 per cent. 
A pension of her own: 
Women who are entitled to 
their own pensions are, ac-
cording to the regulation 
makers, clearly less depen-
dent than other elderly 
widows since they had held 
paid jobs of their own. 
Instead of being entitled 
to full widows' benefits and 
whatever retirement pen-
sions they earned, they are 
asked to choose between 60 
per cent of their own retire-
ment pension plus the full 
widow's pension or lOO per 
cent of their own retirement 
pension plus 37.5 per cent 
of their deceased husband's 
retirement benefits. 
In addition, these 
women's total pensions 
cannot surpass the max-
imum retirement benefit 
which is established by the 
government. In 1981 the 
maximum amount was 
$274.31. This means that if 
a woman's average lifetime 
earnings were either equal 
or more than the maximum 
pensionable amount which 
in 1981 was $14,700 she will 
not be entitled to any 
widow's pensions. 
Widows who remarry: 
CPP widow's pensions are 
based on the assumption 
that a woman who loses her 
male support needs some 
assistance. Consequently, it 
is quite logical that her 
benefits should be cut off 
when she finds another 
man. If her new husband 
dies, or the marriage breaks 
down, the interrupted 
payments can then be 
resumed. 
Women whose former 
husbands die: Until a few 
years ago, divorced women 
were considered to be non-
persons under CPP and 
QPP. This is no longer the 
case for those over the age 
of 65, who can now, in 
theory, receive a pension 
based on half the credits 
earned by their husbands 
while they were li ving 
together. 
If a woman's ex-husband 
dies before she reaches the 
age of 65, however, she is 
not entitled to immediate 
benefits. Even if she is 
disabled or is an abandoned 
homemaker in her '50's, or 
a younger woman who has 
to stay home to raise the 
co uple' s pre-school 
children, (only orphans' 
benefits would apply here), 
she is still not entitled to im-
mediate benefits. 
While this may seem to 
be a departure from the 
CPP rule of assessing 
benefits on the basis of 
dependency, it is in fact a 
confirmation of its 
designer's old-fashioned 
views. That is, if a woman's 
marriage fails, it is her fault 
and she should suffer the 
consequences. 
Common law wives: The 
puritan view of the fatr.ers 
of the CPP (it doesn't look 
as if it had any mothers) are 
also apparent in the benefits 
granted to common-law 
spouses. To be eligible for 
widows' benefits, it is not 
sufficient for these women 
to prove that they lived in a 
marriage-like relationship----
with the deceased during a 
given period of time. 
They must be able to 
demonstrate that the dead 
man publicly represented 
them as their spouses. In 
other words, they must not 
have caused a public scan-
dal. 
The real scandal in this 
case, however, is that liars 
and cheaters are rewarded 
while honest people are 
punished. If a man and a 
woman live happily to-
gether for 40 or 50 years 
without pretending to be 
married, she will not be en-
titled to CPP widow's 
benefits. But if another un-
married woman and man 
live together for two years, 
and for whatever reason 
manage to deceive all their 
neighbours and work col-
leagues into believing they 
are legally married, she will 
have earned the right to a 
regular widows' pension. 
This injustice is further 
compounded by another 
rule which says that a 
deceased contributor can 
only have one surviving 
spouse. The reason for this, 
according to the Pension 
Appeal Board is, "The 
marital customs in this 
country approve of a 
monogamous state of life. " 
Instead of splitting 
widows' pensions between 
former mates in a 
reasonable manner, there-
fore, CPP and QPP of-
Cont'd on page 10 
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Silence has 
no conznzihnent 
I would like to start this let-
ter by making it clear that this 
is a personal view - a reflec-
tion of being discouraged and 
frustrated. 
Over the past year, in talk-
ing with a number of nurses, 
our ''professional image'' 
seems to be of "great 
concern". Consistently one 
organization is blamed for our 
perceived "deteriorating pro-
fessional image". The organ-
ization is called United Nurses 
of Alberta. 
I have to admit I am baffled 
by this for two main reasons: 
• The majority of the UNA 
members are in fact AARN 
members, 
• Presently, the only time 
that nurses are seen or 
heard from in the media is 
when nurses are involved in 
addressing a labour dispute. 
Therefore, I disagree with 
the current popular belief 
that UNA is the sole 
organization responsible 
for our deteriorating pro-
fessional image. 
My belief, because of the 
above mentioned observation 
is that the AARN (which is ac-
tually more responsible for 
our professionalism) is rarely 
heard addressing the media, 
which communicates to the 
public-at -large. 
Further, if nurses are so 
concerned about their " pro-
fessional image" which in my 
opinion is a valid concern for 
all nurses, why do they not get 
involved in the AARN and en-
courage public addresses by 
their professional body? This 
way the public· would get a 
whole picture of the nurse. 
So, my conclusion is that 
our " professional image is 
perceived as deteriorating, 
although l only heard nurses 
stating this concern because: 
• Most of the time nurses get 
massive media coverage 
when they are in a labour 
dispute; therefore, giving 
the impression that nurses 
are mostly concerned about 
their working conditions 
despite the gains UNA 
made in safe patient care 
such as having a Profes-
sional Responsibility Com-
mittee and a clause in its 
contract that " no nurse 
shaU work alone". 
• The lack of involvement by 
the AARN members in their 
own professional body. 
Therefore, patient care 
issues are never really ad-
dressed with strong force to 
the media. If our profes-
sional body is to remain 
silent to every human issue 
(for example the Children's 
Hospital), perhaps I went 
into the wrong profession. 
Silence has no commitment 
and I realize, therefore, no 
risks. 
But silence makes me feel 
uncomfortable and less secure 
in the sense that perhaps I 
stand alone with my concerns! 
Sincerely, 
lrene Gouin 
Executive Director's Re2ort 
Petty 
Provincial 
Politicking 
by Simon Renouf 
The last week of 1983 
brought what must, to 
observers of the Alberta 
labour scene, have been the 
oddest "flip flop" since, 
MY'lister of Labour, Les 
Young discovered a vote reall~ 
is a vote. 
Letters 
to the editor 
must be signed 
but 
name may be 
wltheld 
upon reques.t 
. 
And this time the " flipper" 
was no mere cabinet minister 
but Peter Lougheed himself. 
The issue was the system of 
compulsory arbitration which 
the provincial government im-
posed on its own employees, 
as well as crown hospital 
employees, back in 1976. 
Mr. Lougheed has always 
been a leading apologist for 
this legislation, defending it 
against reasoned criticism by 
various unions including the 
Alberta Union of Provincial 
Employees, and UNA (some 
1600 UNA members suffer 
under the provisions of this 
restrictive legislation), and 
even the International Labour 
Organization (ILO), an agency 
of the United Nations . 
He thought that arbitrators, 
imposed by his legislation and 
selected by his public service 
employee relations board, 
must live in a different world. 
As the Premier lounged on 
the beach in Hawaii, his video 
taped New Year's message 
blasted arbitration awards 
which gave government secre-
taries a 10 per cent wage in-
crease (something less than a 
dollar per hour), or gave 
government hospital cleaners 
wage increases lower than 
workers in the general hos-
pitals which are funded by the 
same government. 
Local 37 resolves 
problem at PRC 
Yet, as 1982 drew to a close, 
here was Mr. Lougheed critiz-
ing the very process which he 
had imposed on public 
employees six years earlier. 
What was the cause of this 
sudden conversion? Had the 
Christmas spirit suddenly in-
fected Scrooge Lougheed? 
Had he suddenly concluded 
that public employees should 
not be treated as second class 
citizens but should have the 
same bargaining rights as 
everyone else? 
What a shock, for those 
who regarded Mr. Lougheed 
as a statesman of national 
calibre, to find this degree of 
petty provincial politicing at 
the expense of some of the 
lowest paid workers in the pro-
vince. 
Mr. Lougheed, even if he 
believed that the arbitration 
settlements were too high, (a 
doubtful proposition) should 
have shown enough class to 
bite the bullet and keep his 
mouth shut. What happens when 
union and management 
members of the Profes-
sional Responsibility Com-
mittee disagree over what 
decisions were made at an 
earlier meeting? 
UNA Local 37 experienc-
ed this problem recently 
when management mem-
bers disputed the contents 
of the committee's minutes. 
The Local members were 
distressed and suggested 
4 
that the way to prevent any 
further disagreements of 
this type was to record the 
meetings on tape. Needless-
to-say this caused manage-
ment to be distressed. 
The matter was resolved 
by the proviSIOn of a 
stenographer who takes the 
minutes of the meeting and 
has a draft prepared for 
each party usually within 48 
hours. Thus preventing try-
ing to remember who said 
what at last month's 
me~ting. 
Having the stenographer 
present does not however 
eliminate the need for the 
union's side to keep detail-
ed notes of what takes 
place. These notes are re-
quired to make com-
parisons and corrections to 
the minutes. 
Any Local experiencing 
similar problems to Local 
37 might wish to use their 
innovative approach to 
resolving them. 
Not on your life. 
The conversion was due to a 
cause which is somewhat less 
elevated. Mr. Lougheed had 
thought recent arbitration 
boards were "too generous". 
Instead, he opted for the 
short run popularity that 
seems inevitably to come with 
bashing government wage 
earners. 
The one positive note is that 
those of us who oppose com-
pulsory arbitration legislation, 
as UNA does, have a new, 
somewhat unlikely ally. 
UNA Newsbulletin 
The UNA Nswsbullstln Is a bimonthly tabloid publish-
ed by the Unled Nurses of Alberta on the advice of the 
Executive Board and Its Editorial Committee. 
Stories appearing in the Nswsbulletln have been 
produced by the UNA staff or are reproduced from 
Labour News. Ph«os by Marlyn Burnett. 
All letters to the editor should be addressed to Marilyn 
Burnett, Editor, UNA News bulletin, UNA Provincial 
Office, 10357 -109 St. Suite aoo, Edmonton, Alberta. 
Summer 
School 
for 
• • women organizing 
TuNE 17 - 26, 1983 
SILVER CREEK RANCH, 
WATER V ALLEY (approx-
imately 110 km. NW of 
Calgary) 
Our experience continues to 
show the value of intensive 
development of organizing 
skills to advance the cause of 
women. To stengthen and ex-
pand our current organiza-
tion, the Summer School Col-
lective has planned a nine-day 
school with emphasis on 
analysis and practice. That is, 
for women to understand our 
own situation is not enough. 
We must learn how to use this 
information to advance our 
cause. Thus, the School will be 
a mix of informational and 
technical workshops. It will 
combine the expertise of 
feminists and women organ-
izers with the knowledge we 
gain from sharing our ex-
periences. And it will provide 
a forum for co-ordinated 
strategy sessions so women in 
Alberta can work more closely 
together. 
Our planning of content and 
structure has moved beyond 
previous publicity. The focus 
of Summer School workshops 
will be on three main 
themes: HEALTH, WORK 
and POWER. Blocks of days 
will have a primary focus on 
one of these themes while the 
two other themes will be in-
tegrated into content in order 
to demonstrate the inter-con-
nectedness of the themes 
throughout the school. Laws 
and legislation will be address-
ed as they relate to subjects 
discussed in workshops, and 
will constitute workshops in 
themselves. Typically, in each 
theme, we have planned infor-
mational and technical skills 
workshops, as well as an over-
view of "the Alberta scene", 
and special issues related to 
the theme. Other workshops 
Arbitration 
address specific, non-theme-
related skills. Finally, there is 
provision for regional and 
issue caucuses, and unstruc-
tured time to rest or work as 
you wish. 
PARTICIPANTS are en-
couraged to attend the whole 
School. However, theme 
"blocks" will accommodate 
those who are unable to spend 
the full nine days with us. Fees 
will reflect the number of days 
you can attend and will be sub-
sidized for women who are 
unable to afford the full fee. 
THE FINAL REGISTRA-
TION BROCHURE will be 
available in early April. We 
stress that this is a School for 
women who are prepared to 
share their !earnings with 
others. For that reason, we 
will have to apply certain 
selection criteria in order to 
ensure an optimum cross-
section of regionality, age, oc-
cupation, and so on. Normal-
ly, an early registration will 
give you the best chance for at-
tendance. We encourage you 
to plan time off work now to 
attend the School, and to 
adhere to the pre-registration 
deadline to be advertised . 
WE INVITE YOU TO GET 
INVOLVED in planning or 
contributing to the work . This 
is an opportunity for women 
from all parts of Alberta to 
contribute resources, ideas, 
and skills as Summer School 
organizers, as resource per-
sons and as participants. 
Please contact us, indicating 
your skills and interests. Cor-
respondence can be mailed to: 
Janet Maher 
10936 - 87 Ave. 
Edmonton, Alberta T6G OX3 
Phone: 433-3229 (home) 
432-5288 (work) 
Julie Anne Le Gras 
11460-95 St., 
Edmonton, Alberta T5G 1L4 
Phone: 474-1270 (home) 
424-3073 (work) 
UNA 
• scores poznt 
In late 1982 during an ar-
bitration about a termination, 
UNA won an important point 
regarding the evidence which 
was to be allowed at the hear-
ing. 
The letter of termination 
specified that the nurse involv-
ed had not used established 
techniques when performing a 
catheterization. 
At the hearing, the counsel 
for the hospital tried to in-
troduce evidence regarding 
other alleged incidents. That is 
the supervisor's notes which 
she kept for the purpose of 
preparing the grievor's evalua-
tion. This evidence was ap-
parently to substantiate the 
employer's decision to dismiss 
her. 
The counsel for UNA 
argued that the employer must 
be restricted to proving the 
reason which it gave for the 
termination. And that the 
supervisor's notes were irrele-
vant because the grievor had 
never been disciplined for 
anything before nor had the 
grievor been evaluated and 
given a chance to reply. 
The arbitrator decided in 
UNA's favour, and the notes 
and the supervisor's testimony 
regarding them were not 
allowed to be given as 
evidence. 
Phone workers sue to 
make federal laws stick 
Vancouver (Labour News) -
A termination by any other 
name is still a termination -
or is it? 
That 's what the 
12 ,000-member Telecom-
munications Workers' Union 
plans to ask the Supreme 
Court of Canada to decide. 
The issue came up in 
November when 2,100 TWU 
members working at B.C. 
Telephone Co. were handed 
lay-off notices. The union 
mounted a successful court 
battle to have the lay-offs 
cancelled. 
Union lawyers convinced 
the court the lay-offs were, in 
reality, terminations . More 
precisely, they argued the 
company could not assure the 
workers the lay-offs would not 
..- end up as terminations. 
And since the company had 
failed to abide by Canada 
Labour Code provisions 
respecting notice of termina-
tion, the company had no 
right to deny the workers their 
jobs. 
B.C. Tel appealed the lower 
court ruling to the B.C. 
Supreme Court. That court 
overturned the lower court 
and ruled the lay-offs could 
stand. 
By this time however, the 
immediate threat to the 
workers was over. The com-
pany and the union, still in the 
process of negotiating a con-
tract, had come to terms over 
the issue and - agreed there 
would be no lay-offs. 
But the TWU intends to 
take the case to the Supreme 
Court of Canada to resolve the 
issue of adequate notice and 
the question of the right of the 
federal cabinet to pass regula-
tions that in effect undo the in-
tent of the law as passed in 
parliament. 
The code sets out clear pro-
tection for workers in the 
event of lay-offs or termina-
tions. But cabinet regulations 
say where there is a collective 
agreement, the provisions in 
the agreement apply and not 
the federal law. It was this 
regulation that opened the 
door for B.C. Tel manage-
ment to act as they did. 
Most unions have always 
assumed the federal law would 
override their agreements. 
Based on that assumption, 
unions seldom bother to 
· change the wording in a collec-
tive agreement when it is 
weaker than what is set out in 
law. 
The court rulings now make 
that a false assumption, 
however. What is more, the 
ruling means workers may be 
denied some protections 
precisely because they belong 
to unions. 
- Canadian Association of 
Labour Media. 
Women do2/3 of the work 
and get 1/10 of the pay 
Paris (Labour News) -
Women are still seen as a 
threat to men in the labour 
market, according to a new 
United Nations study of work-
ing women and their pro-
blems. 
Women, millions of whom 
are part of the "invisible 
workforce" in the home, 
make up only one-third of the 
world labour force, but they 
do two-thirds of all the work, 
says a report released here in 
January by the United Nations 
Educational, Scientific and 
Cultural Organizations. 
For their effort, since much 
of it takes place behind the 
scenes in the home, they 
receive only one-tenth of the 
world's income. 
Still the report shows the 
number of women in the work 
force climbed from 231 
million to 576 million from 
1950 to 1976. Female workers 
are expected to reach 302 
millin by the end of the cen-
tury. 
The worst problem faced by 
women, according to 
UNESCO, is illiteracy. 
In 1980, 34% of all women 
over 15 years of age were il-
literate, compared to 230Jo of 
all men. 
The programme presented 
by the UNESCO executive 
committee to the recent 
general assembly is aimed at 
reducing this level of illiteracy 
and doing away with the pre-
judices about women's 
capabilities. 
- Canadian Association of 
Labour Media. 
GrQphicQ/Iy SpeQking 
Celebrate International 
Women's Day 
in Calgary on March 5, 1983 
and in Edmonton on March 12, 1983 
Watch for posters 
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The nurses' struggle is a women's 
issue as well as a labour issue. When we 
talk about nurses getting militant, we're talking 
about women getting militant. Aware that they 
have been conned into sacrificing themselves 
for the good of hospitals and medicine, 
they are now reacting. 
'f'wo slogans illustrate an evolution in nursing J. ;n Canada in the past hundred years . Student 
nurses who attended the Mack Training School for 
Nurses, opened in St. Catharines, Ontario, in 
1874, found inspiration in the motto: "I see and am 
silent." A century later, the silence cracked as 
British Columbia nurses at a union conference 
vibrated with a new cry: "No more nurse 
nice-guys." 
Consider the nurse who stands at your hospital 
bedside. Myth has it that she's an angel of mercy, 
the epitome of maternal caring womanhood, 
subservient to doctors, obedient to her superiors, a 
passive, replaceable cipher. There was a time 
when nurses wanted to be like that and were proud 
of it. 
Today's nurse is something else. She's highly 
skilled, better educated, assertive and almost ir-
replaceable . She's probably a union member. In 
some provinces, she has the right to strike and may 
even have walked a picket line in front of the very 
hospital that shelters you or someone you love. If 
she isn' t militant, ready to fight the system, she's 
probably alienated and ready to quit it. 
A ross the country, nurses are foresaking heir knee-jerk niceness and taking tough 
stands. No longer content to be doctors' obedient 
handmaidens, nurses have embraced feminism, 
unionism and professionalism. In British Co-
lumbia, they have campaigned to change the 
administrative hierarchy of a large general 
hospital, galvanizing the public for many months. 
In Ontario, they have refused to accept a patient in 
a crowded intensive care unit, putting their jobs on 
the line for a principle. And in Alberta early this 
year, nuses conducted a province-wide strike. 
More than 7,000 members of the nurses' 
union - the United Nurses of Alberta - walked 
picket lines for three weeks, reducing most of the 
province' s hospitals to supplying minimal services 
and halting all but emergency operations. In this 
their third walkout since 1977, the nurses stood 
alone without the support of doctors, some of 
whom, in a strike two years earlier, had signalled 
their sympathy by wearing green armbands. In that 
strike the nurses defied a government back-to-work 
order and won a 37-percent wage increase. In the 
strike earlier this year, they withstood an emotional 
barrage of public disapproval, holding firm even 
when newborn babies had to be flown to Saskat-
chewan for specialized nursing care. In the end, 
claiming that lives were being jeopardized, the 
government legislated the nurses back to work. 
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By Audrey Grescoe 
(Reprinted from Homemakers Magazine) 
The nurses' struggle is a women's issue as well as 
a labor issue. Nurses can be men, of course, but 
most are women. So when we talk about nurses get-
ting m11ttant, we're milctng about"women getting 
militant - not just any women, but a group that 
has been characterized by subservience to a 
revered profession and establishment. I suggest 
that hospital nurses have more latent power than 
any other group of women. They are in demand, 
are highly organized, well educated, and work in 
an essential service. Aware that they have been 
conned into sacrificing themselves for the good of 
medicine and hospitals, they now are reacting to 
the bad of medicine and hospitals. 
n ofessional nursing is in the process of re-r~reating itself. It's also testing its power to 
change the way things are done in a system 
dominated by men. Nurses have a vision of what 
that system might be - one that would contribute 
to health rather than just cope with sickness - and 
they have a clear idea of the role they want to play 
in keeping us healthy. 
"It's clear nurses aren't 
going to remain silent. " 
When nurses complain, we seem to hear only 
that they want higher wages and weekends off. But 
here are other, larger concerns that affect us - as 
people ~ho may one day need to use " hoepital. 
Safe patient care was the issue that first turned 
some B.C. nurses into radicals. Nurses in Van-
couver campaigned publicly and loudly for six 
months in 1978 to change conditions at the pro-
vince's largest hospital -the Vancouver General. 
Nurses have seldom broadcast their problems in 
cast their problems in this way, as Vancouver 
nurse/sociologist Verna Lovell points out in the 
report she wrote after the dispute: "Put bluntly, un-
til the 1960s nurses were socialized to work hard, 
do as they were told and keep quiet. Their role and 
work setting were defined largely by others ... The 
ultimate in professional behavior was to provide ex-
emplary nursing care with unyielding dedication 
and under any c ircumstances ... To be profes-
sional was also to be apolitical. As a group, nurses 
have been regarded as the keepers of the status 
quo- conservative and naive and uninformed 
about political affairs, both within the health care 
system and in the community at large ." 
The nurses who led the washing of the Vancouver 
General's bloody linen in public repeatedly said 
the issue was the safety of patients. They also made 
it clear that they objected to their exclusion from 
decisions affecting nursing. Faced with an ad-
ministrative reorganization that saw the director of 
nursing reporting to a vice-president who was in 
charge of the hospital's physical plant - and spur-
red on by 60 documented cases of unsafe patient 
care in a two-month period - a few nurses formed 
the Committee of C oncerned Nurses. They were 
support(d by 800 RN's who signed a petition for a 
vice-president of nursing and guarantees of high 
standards of nursing care. 
Before the end of the year, the nurses thought 
they had what they wanted: The B.C. government 
replaced the hospital's president with a public 
trustee, who agreed to appoint a vice-president of 
;:mrsing and to create 60 new full-time nursing posi-
tions. Several months after the dispute, Lovell 
wrote in the concluding paragraphs of her report, 
" ... the members of the Committee of Concerned 
Nurses have taught us that nurses have much more 
power than we think, and how to use it." 
But three years later, Lovell was back at the 
hospital working as a general duty nurse and fin-
ding that although the nurses had gained power at 
the top in the person of a vice-president, not much 
had changed at the bedside. "Still, outside the 
hospital, B.C. nurses were demonstrating their 
group solidarity, voting, for example, 98 percent in 
favor of the strike two years ago. 
O n the employer's side, a hospital admi-nistrator sees individual nurses as powerful 
indeed. Norm Barth, president of the Health Ad-
ministrators' Association of B.C. and of Burnaby 
General Hospital. says: "Nurses don't know how to 
use power in an organized way. Individual nurses 
wield it well because they just quit. They are screw-
ing up the system by picking at it, like a sand cas-
tle, wearing it away one grain at a time. The health 
care system is being slowed down one nurse at a 
time to suit individual needs." 
That's a comment from a man who ranks the nurs-
ing shortage as his most pressing problem, right 
after money. We hear a great deal about the shor-
tage, which seems to have afflicted hospitals in 
every province. We hear that beds aren't used, 
wards are closed, and waiting lists for certain kinds 
of elective surgery are growing longer. At the same 
time, there seems to be no shortage of nurses in the 
work force - where they are employed as bus 
drivers, psychologists, stockbrokers and en-
trepreneurs. Provincial nursing registries list 
members who are qualified but unwilling to prac-
tise. In Ontario, for instance, an astonishing 30,000 
nurses eligible for registration with the College of 
Nurses aren't employed in their profession. 
Simon Renouf. executive director of the Alberta 
Nurses' Union, says there isn't a shortage of 
nurses - just a shortage of nurses willing to work 
in hospitals where, he says, conditions of work are 
intolerable. A study by the Alberta Hospital Asso-
ciation done in 1980 confirms his belief about the 
shortage; it showed 690 registered nurses were 
needed to fill jobs in the province's hospitals and 
nursing homes. At the same time, 1,516 inactive 
nurses responded to a survey. More than 400 of 
them were working in other occupations and a third 
of them said they would never return to nursing. 
As health care consumers, we have to be con-
cerned that nurses don't want to work in our 
hospitals. The profession and the employers are 
asking themselves why nurses are deserting, but 
other questions occur to me as a potential patient: 
What's happening to the nurses who remain? Are 
they under greater pressure because they are in 
short supply or have they acquired leverage 
because they have an enhanced value? And what's 
happening to the quality of care in our hospitals? 
] asked Stephany Grasset, past president of 
the Registered Nurses' Association of British 
Columbia, what happens to the remaining nurses 
when her hospital ward is short-staffed: "It means 
she's pressured; she becomes angry and frustrated. 
Anger and frustration take a lot of energy. It means 
she'll opt out and work as casual relief. It happens a 
lot. It leaves the regular staff person pushed if her 
relief won't come in to work." 
Grasset went on to tell me of one incident, 
distressing to the nurses involved and alarming to 
anyone else. After a 12-hour shift in an intensive 
care unit of a large hospital in the Greater Van-
couver area, a nurse was asked to remain on duty 
for another 12 hours because a replacement 
couldn't be found for her. Later Grasset informally 
discussed the matter with the hospital's director of 
nursing who told her: "It was either her or 
nobody. " Grasset was adamant about the stress this 
nurse was under: "Even if she had only one pa-
tient - it's too much to care for one patient for 24 
hours straight." 
This nurse chose not to file a protocol. the term 
the Registered Nurses' Association of British Col-
umbia used for its procedure for documenting com-
plaints and concerns about standards of nursing 
care. Other nurses have made their complaints 
more public. In 1976, in a well-public ized case, 
three nurses at Mount Sinai Hospital in Toronto 
were suspended for three days without pay. They 
had refused to accept another patient in their inten-
sive/ coronary care unit because they we re con-
cerned about their ability to continue to care safely 
for all their patients. Their suspension was upheld 
by an arbitration board and later by the Supreme 
Court of Ontario - decisions other nurses across 
the country react to with anger and frustration. 
Another Ontario case - less public ized but well 
documented - involved five acutely ill patients in 
an intensive care unit at Sydenham District 
Hospital in Wallaceburg, Ontario, on the e vening 
of May 23, 1980. These patients were probably too 
ill to sense the emotional and mental state of the two 
nurses attending them. The nurse in charge was 
responsible for 22 patients in a medical/surgical 
unit as well as the patients in intensive care. She 
had only a registered nurse and a registered nurs-
ing assistant to help her. 
The five intensive care patients were seriously 
ill - one with congestive heart failure, another 
having taken an overdose, a third in septic shock 
with obstructive jaundice, a fourth with a myocar-
dial infarction and hypertension, and the last, new-
ly admitted with a pacemaker and abnormal heart-
beats . Three of the patients were hooked to 
monitors; one was on a respirator; three were on in-
Myth has it that the 
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mercy, the epitome of 
maternal caring 
womanhood, subser-
vient to doctors, obe-
dient to her superiors, 
a passive, replaceable 
cipher. There was a 
time when nurses 
wanted to be like that 
and were proud of it. 
Today's nurse is 
something else. 
travenous; three were rece1vmg medication by 
drip; two had catheters; one was vomiting blood; 
one was incontinent and one was described as 
"very anxious." Just before going on duty that 
evening, the nurses had written a hasty note to 
their supervisor: "We are not responsible for 
anything that occurs in ICU/CCU due to lack of 
staff." 
Most contracts with Ontario hospitals include a 
professional responsibility clause, which allows a 
nurse concerned about a patient-care work load to 
complain to a committee made up of repre-
sentatives of her hospital and her nurses' associa-
tion. If she doesn't get a satisfactory resolution, she 
may ask her union - the Ontario Nurses' Associa-
tion (ONA) - to present her case to a nursing 
assessment committee. The committee, usually 
three members with nursing expertise, may mak 
recommendations that aren't binding on the 
hospital. 
In its submission to the assessment committee in 
the Sydenham case, the Ontario Nurses' Associa-
tion explained that the two nurses were unable to 
care for their five patients because the three on 
monitors should have been under constant 
surveillance and the one on the respirator could 
not be left unattended or unobserved, a stipulation 
the hospital itself had set. Because of procedures 
that had to be done hourly and half-hourly, the 
association declared that two of the five patients 
each required one nurse. "Technology," the sub-
mission points out, "makes nursing more, not less, 
labour intensive." 
Hospital patients today are more acute-ly ill than they used to be. Surgeons save the 
lives of people who, only a few years ago, would 
have died, by performing complex surgery that re-
quires skilled postoperative care. As medicine and 
medical technology have advanced nursing has 
made changes to keep pace. For example, over the 
past lO years, nursing practice has decreed that 
the time allotted to the care of most patients must be 
increased. In some cases an extra hour a day is 
needed, which, of course, affects the way a ward 
can be staffed. 
At the same time, nurses are required to run the 
machines that save lives, but don't necessarily save 
time and labor. Nurses complain that they are re-
quired to use these machines without adequate 
training. They tell me that they get a lesson from 
the salesman, or, as the Ontario Nurses' Associa-
tion reports, they follow the "package 
instruc tions." It is a tenet of the International 
Council of Nurses that nurses have the right and 
responsibility to refuse to use machinery or to per-
form tasks with which they are unfamiliar. The 
failure of some Canadian hospitals to provide train-
ing courses and education in nursing specialties is 
one of the frustrations that drive nurses out of the 
profession or send them to the United States where 
they can work and learn at the same time. 
Debra Cooper Burger, past president of the On-
tario union, says that hospitals are threatened by 
the professional responsibility clause and are star-
ting to make changes in anticipation of an assess-
ment team's report , as happened in the Sydenham 
case. The ONA's reaction to the only hospital to 
disregard recommended changes was to call a 
press conference to gather public support. "If we 
can't work in a co-operative way with employers ," 
Cooper Burger says, "then we will have to go for a 
binding clause." 
Alberta nurses have taken their professional 
responsibility clause that one step further. In their 
current contract demands, they have included a 
clause that would be binding on hospitals. In B.C., 
a union spokesman says a similar clause will likely 
be in contract demands this year. What the nurses 
are really talking about is the right to be regarded 
by their employers as professional people. Nurses, 
through their associations, have set standards for 
·nursing practice and can be disciplined for failure 
to meet those standards. At the same time, they 
aren't allowed by their employers to decide what 
they are capable of doing. That situation has led 
the B.C. union to propose a contract clause tha t 
would let nurses refuse employers' orders they 
thought would leave them liable to their peers' cen-
sure. 
A lthough the nurses' concerns about safe patient care and professional respon-
sibility can seem remote to lay people , they are 
crucial to the well-being of hospital patients. When 
we get over the shock of seeing nurses in picket 
lines and stop excoriating them for their activism, 
we can start paying attention to their underlying 
message about the fallibility of institutions we have 
sanctified. Nurses now admit that hospitals have us-
ed them - as cheap student labor before the Se-
cond World War and as pliable, underpaid 
employees in the years after. Speaking to a nursing 
union convention in B.C. , Alice Baumgart, dean of 
the school of nursing at Queen's University, gave a 
revisionist view of hospitals: "Hospitals, for all their 
nobility, have one of the most exploitive social in-
stitutions in the 20th century, both in terms of har-
ming patients and oppression of workers." More 
than just recovering from oppression, nurses are 
now challenged to strengthen their profession , 
clearly establishing what nursing is and setting 
uniform educational requirements. 
Nurses have yet to beat down the idea that it 
doesn't take much training to produce a nurse. It 
used to be said that some women were born to be 
nurses, and that convenient idea implied that a 
nurse was an instinctive, natural creature, rather 
than a trained, skilled professional. It a lso 
diminished the importance of "the body of 
knowledge built up by nursing. Even though 
nurses have to be trained to work in intensive care 
units, or with burn patients, or on an orthopedic 
ward, the idea persists that any nurse can be moved 
into any unit of a hospital and perform competent-
ly. 
One difficulty in securing professional status for 
nursing is that nobody seems sure what nursing is. 
In the public's mind, nursing is a watered-down 
version of medicine. It's true that nursing overlaps 
medicine but it also contains aspects of the work of 
dieticians, physiotherapists, lab technicians, social 
workers and housekeepers. At the core of nursing 
are patient-care procedures unique to the profes-
sion, ones that doctors are no more able to do than 
nurses are able to perform surge ry. Writing recent-
ly in The Canadian Nurse, a Montreal nurse il-
lustrates this point: "I clearly remember hearing a 
lot of bangs, crashes and groans from a patient's 
room .. . A well-meaning doctor had tried to 
mobilize a post-stroke patient for the first time. The · 
tangle of tubes, bottles, bed rails and limbs was ex-
traordina ry. That would not have happened if a 
nurse had helped the patient." 
Nursing continues to be formed by a process of 
addition and subtraction. The duties of 
housekeeper, aide, physiotherapist and technician 
have been subtracted from nursing while routine 
medical tasks, like the taking of blood pressures , 
have been added. Because of this, nurses complain 
of what they call the reverse Cinderella 
phenomenon. From eight in the morning until late 
afternoon, nurses aren't allowed to do anything ex-
cept nursing procedures. But when the other pro-
fessionals leave the hospital, nurses are suddenly 
in charge, able to make decisions and do 
everybody's job. Stephany Grasset, past president 
of the B.C. nurses' association, says nurses object 
!o their vacillating status: "Nursing is the only pro-
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fession to expand and contract its responsibilities." 
And that, she feels, is ridiculous. "If I can do it at 
midnight, I sure as hell can do it at 10 in the morn-
ing. " 
N ursing has contributed to the confusion about itself by allowing a variety of training 
paths. Registered nurses may have completed two 
or three years' education at a community college or 
hospital school of nursing, or four years at universi-
ty. Today a nurse is a nurse whether she has a 
university degree or a college diploma and it's easy 
for critics to argue that one is better than the other. 
Such comparisons have only undermined the pro-
fession. By the end of the century, however, if the 
Canadian Nurses Association achieves a goal 
adopted this year, all beginning nurses will have 
completed the same level of education. Having set 
up a task force to examine trends in the health care 
system, the health care needs of Canadians, and in 
nursing practice, the association's board of direc-
tors concluded that the knowledge needed to pro-
vide nursing care has increased and will continue 
to increase. Accordingly it passed a motion which 
was supported by the delegates to the 1982 biennial 
convention - that by the year 2000 the minimal 
education requirement for entry to the practice of 
nursing should be a baccalaureate degree. 
Several years ago Alberta nurses adopted the 
same goal. When I spoke to Jeanette Pick, she was 
ending her two-year term as president of the Alber-
ta Association of Registered Nurses. She quoted 
what has become a nursing slogan: "Nurses should 
be the portal of entry into the health care system." 
The more extreme members of the profession 
believe that nursing ought to take over the health 
care system. The Canadian Nurses Association 
argues that nurses can provide high-quality, cost-
efficient health care. In its brief to the Health Ser-
vices Review '79 (the Hall Commission), the 
association recommended legislation to create a 
new health care professional - a nurse licensed to 
see clients in private practice. Nurses envision a 
health care service for which they would be the 
gatekeepers. They would see clients, as doctors do, 
and their fees would be paid under medicare. "In 
order to get into the health care system anywhere 
in Canada," Pick explains, "you have to see a doc-
tor. You can't go to a community health care clinic 
because they don't exist. If you're on a diet and you 
want advice about it, why can't you go to a nurse? 
Nurses should be dealing with health care, nutri-
tion, pre- and postnatal care, genatrics. They're 
well enough prepared to do an initial assessment. " 
The nurse practitioner isn't a fantasy; it's an 1dea 
that has been tried and found to work well. For in-
stance, two doctors m Burlington , Ontano, 
employed two nurses who were trained to examme 
and treat patients. The doctors were able to add 600 
famihes to the1r practice and spend more time with 
patients who really needed them. Almost 
unanimously, their patients were enthusiastic 
about the nurse practitioners. 
Although at first glance the concept may seem to 
threaten already short-staffed hospitals by luring 
nurses away, in the long run it may ease the burden 
on them and provide work for the nurses who have 
decided not to work in hospitals. Nurses say we 
delay seeking help until we are sick enough to war-
rant it and then we must go to a doctor whose ser-
vices are more expens1ve than theirs would be. By 
helping us to stay well, nurses believe they can 
save us money and help keep us out of hospitals. 
ft·s clear that nurses aren't going to remain J ~ilent. They are using effective labor-union 
techniques to accomplish their professional goals. 
It' s clear, too, that they are motivated by a deep 
discontent with the conditions of work - not just 
with wages and shift work, but with a system that 
deprives them of authority and short-changes its 
clients. We are accomplices in keeping that system 
what it is. As one nurse said to me, "The Canadian 
public doesn't expect much out of the health care 
system because it's free." 
But we really ought to be listening to what nurses 
are trying to tell us. As a larger proportion of our 
population is made up of elderly people and as 
more complex surgical and medical procedures 
are perfected, people will live longer with chronic 
illness and will spend longer periods in con-
valescence. In that situation, nurses may exercise 
_, their real power - not the power to get higher 
wages but to do what they have always said they 
want to do: to care for people. In the future, 
Jeanette Pick says, it will be the nurse's job to teach 
patients how to adapt to the life that medicine has 
preserved for them: "Medicine says, 'Here is the 
cure. We will help you live longer.' But it is nurs-
ing that is going to make the difference in the quali-
fy of life." 
This article has been reprinted with the 
permission of A udrey Grescoe. 
-
Position Vacancy 
Education/Publications 
Officer 
Skills, abilities and training 
(a) Instruction and curriculum development skills. 
(b) Demonstrated photographic and writing skills, preferably in the area of journalism. 
(c) Experience with a labour organization. 
(d) University or other post-secondary training in industrial relations, education, nursing, 
social sciences, or the humanities. 
Personal qualifications 
(a) the incumbant should be committed to the principles of cooperation and trade 
unionism, and should be familiar with topical issues within the Canadian trade union 
movement. 
(b) The incumbant must be prepared to work irregular hours on an occasional basis, 
and to travel throughout Alberta. 
(c) The incumbant must possess a valid Alberta driver's licence. 
Duties 
Under the supervision of the Executive Director, the Education/Publications Officer: 
(a) assists the Executive Di rector and Executive Board in developing a long·term 
strategy for U.N.A.'s education programs; 
(b) coordinates the development of a comprehensive developmental curricu lum; 
(c) presents, in conjunction with other staff when necessary, education programs at 
local, area, district, and provincial levels. 
(d) develops and executes special projects in the field of communica tions and 
education; 
(e) edits and produces the U.N.A. Newsbulletin on a bi-monthly basis, possibly moving 
to a monthly basis in the future, with input from the Executive Director, the 
Executive Board and other staff. 
(f) as assigned by the Executive Director. develops press strategies, maintains press 
contacts, prepares news releases and conducts press conferences and events; 
(g) makes recommendations to the Executive Director and the Executive Board on all 
aspects of the production of publ ications , including costs. design and content; 
(h) other duties as assigned. 
Location 
UNA Provincial Office, Edmonton. 
Compensation 
In accordanc~ with current UNAIE.R.O.U. Collective Agreement includrng a starting 
salary of $16.45 per hour ($30,033 per year), increasing to $20.14 per hour ($36,77 pe 
year) after one (1) year of service; leased car; four (4) week vacation: and excellent 
fringe benefits. 
Application 
Apply in writing to Executive Drrector, United Nurses of Alberta, Suite 300. 10357 · 109 
Street, Edmonton, Alberta , T5J 1 N3. 
Deadline 
Applications must be received by Tuesday, March 1, 1983. 
Got those mid Winter blues? 
Well, brighten y our life and try 
out y our creative talents by giving 
the UNA NEWSBULLETIN a new 
name and a new look. Design a 
new flag (logo) for the 
NEWSBULLETIN and brighten up 
everyone's life. 
Contest deadline is March 1,1983 
with the first prize to be announc-
ed in the April edition. Send as 
many designs as you want to the: 
Editorial Committee, 
UNA Provincial Office, 
10357 109 Street No. 300, 
Edmonton, T5J 1N3 
- - ---~ 
Sick leave rights 
At the end of June 1982 it 
came to UNA's attention that 
a member in one hospital 
district, who had been absent 
due to illness and who had 
been hospitalized and whose 
other illness related absen-
teeism was supported by doc-
tors' certificates, had received 
what appeared to be a warning 
letter. 
The letter stated: 
"Our records indicate that 
your illness related absen-
teeism during 1982 is of 
concern." (dates were 
listed) and went on to state 
that "We are concerned 
over your level of perform-
ance due to your unre1iabi-
lity to attend regular shifts. 
We urge you to see your 
doctor and / or take 
whatever other action is re-
quired with a view to im-
proving your health and 
resulting attendance.'' 
The Local filed a policy 
grievance, alleging that the let-
ter was disciplinary. The em-
ployer was willing to state that 
the letter was non-disciplinary 
but still maintained that it 
would use the letter to support 
a termination for excessive 
absenteeism regardless of the 
sick leave provisions in the 
contract. 
The contract provides for 
paid sick time, and short term 
disability to bridge the gap 
between paid sick leave and 
long term disability. Even the 
old contract had provision for 
up to 18 months unpaid sick 
leave after the expiry of sick 
credits. 
The Union stated that unless 
the employer had examples of 
abuse of sick leave - then 
showing discipline for cause-
sick leave was a right and no 
employee should be threatened 
for legitimately using her sick 
leave entitlement. 
The employer, however, did 
not concede on the point that 
they might someday challenge 
us by terminating an employee 
for illness related absentee-
ism- even if she has not ex-
hausted her sick benefits. 
In this instance, the 
employer did settle with UNA 
revising the letter to read more 
like a notice of sick days used 
and remaining sick leave en-
titlement. 
The letter of settlement 
stated that in future such let-
ters will be non-disciplinary 
and that there will be a stan-
dard format which will not 
make any adverse statements 
about the employee's work 
performance. 
The final sentence was also 
revised to be future oriented: 
"If you have any future 
medical problems, we urge 
you to see your doctor and/ or 
take whatever other action is 
required at that time." Thus 
avoiding the implication to be 
critical of the way in which the 
employee dealt with past ill-
ness situations. 
Calling UNA 
Provlncla·l Offlce7 
MAY 1, 1983 
International 
Workers' Day 
celebrated by 
workers around the world 
since 1897. And this year 
working people in Calgary have 
decided to join that celebration 
and to protest unemployment, 
inequality in the workplace 
and racism. Join the 
celebration. March on 
May 1. 
Watch for posters. 
From outside Edmonton_,~_--- Contract Clips 
Call 1·800-252-9394 
TOLL FREE! 
Intntigrant dontestics: a 
job ntarket that's booming 
Immigrant Domestics: a job 
market that's booming. 
by Skip Rambling, Labour 
New correspondent 
Winnipeg (Labour News)-
Home is where the heart is -
but not if you happen to work 
there. 
A recognition of that reality 
recently prompted the 
Manitoba government to 
amend its employment stan-
dards law to include coverage 
for domestic workers. Such 
protection is the exception 
rather than the rule. 
Maids, cooks, house-
keepers, child-minders and all 
domestic workers in Manitoba 
must now be paid the 
minimum wage ($4 an hour). 
Other employment standards 
relating to matters like hours 
of work, days off, vacation 
time, and notice of dismissal 
will also now apply to 
domes tics. 
Most provincial labour 
codes still exempt domestics. 
Officials in the Manitoba 
Employment Standards 
Branch are confident 
domestics here will use the 
changes in the law for their 
rights as workers. 
The officials point out their 
branch received 43,000 calls 
from individuals last year 
seeking information about 
their rights. The branch went 
on to process 6,000 claims for 
workers whose rights had been 
ignored. 
Marianne Tannenbaum is 
not convinced changing the 
letter of the law will really 
change anything for domestic 
workers. Tannenbaum works 
as a cook and is spokesperson 
for the Toronto-based Labour 
Rights for Domestics. 
Tannenbaum says her group 
is a community group of about · 
300 domestic workers in 
Toronto who came together in 
1979 to work for a change in 
the minimum wage law in On-
tario. By 1981 they had won 
those changes. 
For example, the old exemp-
tion that allowed employers to 
pay domestics a special $3-an-
hour minimum wage was 
repealed. Domestics in On-
tario must now be paid at least 
$700 a month ($500 if they 
receive room and board). 
Over-time regulations now ap-
ply to all domestics, and 
workers' compensation re-
gulations have been extended 
to cover domestic workers 
also. 
But Tannenbaum says it's 
one thing to have the law on 
your side and quite another to 
get it enforced. 
Because the work place is a 
private home official inspec-
tions are rare. The fact most 
domestics are not Canadian 
citizens is what makes them 
most vulnerable, says Tannen-
baum. 
"The immigration depart-
ment really has them 
(domestic workers) in their 
pocket," says Tannenbaum, 
"and the employer knows it." 
Few native-born or 
naturalized Canadians seek 
work as domestics. Therefore 
most people doing this kind of 
work are in Canada on the 
basis of "employment 
authorizations" issued by Im-
migration Canada. The 
authorizations allow the • 
workers to stay up to one year. 
This particular section of Article 30 is the 
subject of confusion and misinterpretation. lt is 
the clause that enables hospitals to have part-
time employees work extra shifts at straight 
time rates of pay. 
The section reads as follows: 
Where a part-time employee is required 
to work additional days, which are not 
scheduled, she shall be compensated at 
overtime rates of pay. Otherwise, pay-
ment shall be at her straight time rate. 
To properly interpret this, look at the phrase 
is required to work. If you are required to cover 
an unscheduled shift, you are entitled to the 
overtime rate. If you are not required but 
volunteer to cover the shift, it is considered a 
casual shift and paid at the straight time rate. 
In this latter case you have the right to refuse 
the shift or the right to agree to work on the 
condition that you be paid the overtime rate. 
Written this way the contract allows part-
time nurses who want them to pick up addi-
tional shifts while at the same time allowing 
those who do not want extra work to refuse 
these additional shifts except where required. 
To prevent problems and any misunder-
standing, a nurse should ask at the time of the 
call what the rate of pay is for the shift. 
DO NOT ASSUME IT IS OVERTIME. 
If you offer to work it for the overtime rate 
and this is accepted, get your overtime slip 
when you arrive at the hospital and before you 
start to work. Ensure that you know your rate of 
pay and that it is properly approved before you 
work the shift. 
Proper approval should not be a problem as 
the hospitals are required under Section 8.01 
to designate an individual on the hospital 
premises who may authorize overtime. 
In short - ask before you work. 
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Pension Plans cont 'd 
ficials are constantly called 
upon to play God and 
decide which of two equally 
needy women will be cut off 
without a cent. 
20 and, subsequently, 
amicably separated without 
divorcing after two years of 
cohabitation and no child-
ren , this wife would still 
receive pension benefits . 
Even though the husband 
spent the next 40 years liv-
ing common-law with 
another woman and at the 
same time raised their ten 
children. Since the com-
mon-law spouse was un-
prepared to misrepresent 
her relationship as a marital 
one she is not entitled to 
any benefits. 
The decisions that result 
are far from edifying. For 
instance, if a man marries a 
woman when she is 20 
years-old; lives with her till 
she is 55 and then abandons 
her to spend his last ten 
years with a younger 
woman whom he publicly 
represents (or rather mis-
represents) as his wife, the 
younger woman is the only 
one who can get a pension 
when he dies. 
Widowers: Following 
representations from the 
Royal Commission on the 
Status of Women and 
In the case of another 
couple, who married at age 
Who's working 
• on pensions 
Various organizations across the country have., 
during the past year, taken issue with the current 
provisions of the CPP and QPP,. 
The following is a sampling of the work being 
done. 
\ 
• National Pensions Conference was held in Ot· 
tawa in ..March 1981, by the Canadian Pension 
Conference, 1 a non-profit group whose 
members include representatives from in· 
dustry, finance, government. Of the four items 
on the agenda, one addressed, Women and 
Pensions .. Two out of the-three people making 
presentations on Women and Pensions were 
men. Only 12 out of 16 workshops on Women 
and Pensions had any representative of 
women's groups in them. 
• Commenting on this conference, Monica 
Townson told those attending the "Women and 
Pensions: Problems and Prospects" seminar 
sponsored by the Nationar Action Committee. in 
co-operation with the Western Women's Corn· 
mittee on Pension Reform in Nov. 1981 in 
Calgary that, "Judging by some of the pro· 
posals the people were making at the National 
Pensions Conference, it (the pension system) 
may be changed ·in ways that will not fully 
recognize the needs of women. 
, ·'Women need information so that they can 
make informed contributions to the Great Pen· 
sion Debate, and so, that they can make their 
views Rnown clearly." 
• NAC has been focusing on pension reform as 
one of its major policy issues. Believing there is 
a need for reform from women's point of view, 
NAC has been instrumental in organizing 
several regiol')al seminars across Canada on 
women and pensions in co-operation with its 
member groups. 
NAC is a voluntary feminist organization ac-
tively working to improve the position of women 
in Canada. lt consists of more than 170 
member groups representing from two to five 
million women. 
• Women's Program, Faculty of Extension, 
University of Alberta, in co-operation with' 
Alberta Status of Women Action Committee, 
the Catholic Womeh's League, OpNons for 
Women and NAC held a seminar on pension 
reform for women in June of this year in Ed· 
monton._ 
• One of the Federal government's four objec-
tives for pension reform is to improve pension 
protection for women and to ensure that they 
are treated equally. But the amendments need-
ed to make these changes a reality have yet to 
... be forthcoming. 
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various women's gro ups, 
both the CPP and QPP 
Acts were amended so that 
female contributors could 
entitle the i r s urviving 
spouses to the same benefits 
as male ones. This change 
dates back to January 1975 . 
Although these groups' 
intentions were admirable, 
the result of extending the 
CPP and QPP dependency 
assumptions to men missed 
the point. Consequently, 34 
year-old unskilled house-
wives receive no widows' 
benefits at all, while a 45 
year-old businessman may 
receive the maximum wi-
dowers' benefits. 
"Most ironic of all is the 
fact that when the widowed 
45 year-old businessman 
remarries, he loses his 
widower's pension on the 
assumption that his new 
spouse is going to support 
him," says Dulude. 
Homemaking is not re-
cognized under the CPP 
since it earns no remunera-
tion. Women who are not in 
the paid labour force and 
consequently do not con-
tribute to the CPP cannot 
qualify for retirement bene-
fits from the CPP in their 
own right. If they become 
disabled they are not entitl-
ed to CPP disability 
benefits even if it costs a 
small fortune to replace 
their services in the home. 
Almost all CPP benefits 
are related to earnings. On-
ly people who make at least 
as much as the maximum 
pensionable amount qualify 
for maximum benefits for 
themselves and . their fami-
lies. Everyone else gets pro-
portionately smaller pen-
sions. Even women who 
have participated in the 
paid labour force all their 
lives are likely to have low 
earnings (on average wo-
... 
men get 60 per cent of 
men's earnings), and so 
women are unlikely to 
qualify for the maximum 
pension under the CPP. 
Although part-time 
workers contribute to the 
CPP, the pensions for 
which they will qualify are 
based on part-time rather 
than full-time earnings. 
Part-time workers in-
evitably have low average 
earnings and currently con-
stitute 72 per cent of 
Canada' s part-time labour 
force. 
Under the CPP, pensions 
are based on earnings 
averaged over all the years 
worked in the labour force 
between the ages of 18 and 
65 . The only exceptions to 
this are: 
• periods during which a 
worker after 65 can use 
these extra years to 
replace lower income 
years 
• the ability to drop 15 pe1 
cent of the total period 
included in his / her 
lifetime calculation. Wo-
This part of the Pension series, was written and 
researched by Sharon Wickman, UNA 
Employment Relations Officer. 
watch for the next 
story about Pensions in the 
next issue of "N ewsbulletin". 
men who leave the labour 
force to raise children 
must include these years 
of low or zero earnings in 
the calculation of their 
average lifetime earnings 
on which their pensions 
will be based. 
In 1974 June Menzies, an 
economist, pointed out this 
15 per cent dropout period 
which was meant to make 
up for normal low or zero-
earning periods of a typical 
man's life - such as the 
time spent in school after 
age 18, or sick or retraining 
for a new job, or unemploy-
ment - is totally inade-
quate to cover the years 
during which married wo-
men usually drop out of the 
labour force to take care of 
their children. Consequent-
ly, almost all women who 
have children - and more 
than 80 per cent do end up 
with drastically reduced 
pensions even if they held 
paid jobs for the greater 
part of their lives. 
Following pressure from 
women's groups the Quebec 
government acted to correct 
this in the QPP by passing a 
special Child Care Dropout 
Period amendment that 
came into force in the QPP 
in 1977 . 
By dropping from a mo-
ther' s or a single parent 
father's pension calculation 
all the low or zero-income 
years spent at home with 
children aged less than 
seven, pension coverage is 
uninterrupted for many wo-
men who leave the labour 
force to take care of young 
children . 
Direction CPP Should Take 
Although the federal gov-
ernment has approved an 
amendment similar to 
QPP's child care dropout 
provision, the province of 
Ontario continues to object 
to it. Ontario has the right 
to veto because such 
changes to the CPP require 
the approval of two-thirds 
of the participating pro-
vinces whose population to-
tals two-thirds of the coun-
try's total. Currently, On-
tario has more than one-
Pension plans cont'd 
third of the population of 
Canada. British Colombia 
has also expressed its op-
position to the child care 
dropout provision but it 
could not by itself prevent it 
from coming into force. All 
other provinces, however, 
agree. 
The National Action 
Committee on the Status of 
Women recommends parti-
cipation in the CPP should 
continue during maternity 
leave and either the govern-
ment should pay for this 
period or the dropout pro-
vision for dependent care 
could be extended. 
And for women who are 
not in the paid labour force 
at the point where they 
would take maternity leave, 
CPP coverage would be 
provided for the legislated 
period that such a leave 
would constitute and would 
be included in the dropout 
provision. 
NAC and Louise Dulude 
have been calling for two 
changes to the dropout pro-
vision in the QPP that 
would greatly improve it. 
The first would be to make 
the provision non-discri-
minatory by granting it to 
either parent instead of only 
to the mother in a two-
parent family, thus recog-
nizing that both parents are 
equally responsible for the 
care of their children. The 
second improvement would 
consist of transforming this 
child care dropout provi- . 
sion into a dependent care 
dropout rule which would 
also exclude from pension 
calculation the years spent 
taking care of severely 
disabled relatives or spouses 
who would otherwise have 
to be institutionalized . 
These years are currently 
r 
left out when calculating 
the pension entitlements of 
women in Britain. 
"We must acknowledge 
those women who are doing 
work of societal value, 
bringing up children or 
perhaps caring for aging 
parents," said Judy Erola, 
Federal Government Mi-
nister responsible for the 
Status of Women. 
Dulude recommends that 
CPP coverage be extended 
to women or men who per-
form the same tasks such as 
caring for children under 
seven, or for sevcrly disabl-
ed relatives or spouses but 
don't return to the labour 
force afterwards. She pro-
poses that these women be 
presumed to have a level of 
earnings which are half the 
average Canadian wage. 
Pointing out that this is 
almost the same level which 
is already being used to 
assess the participation of 
homemakers in France's 
pension plan. 
In addition, she argues 
that since all of society 
benefits from their work it 
is fair to spread the cost of 
their pensions among all 
Canadian earners. And 
could be implemented by 
increasing contributions 
paid by all other CPP par-
ticipants or by using tax 
revenues. 
Dulude also advocates 
that homemakers whose 
main occupation is to keep 
house for their husbands 
(she says there are 1.5 
million of them), and 
homemakers with both hus-
band and school-age 
children (about one 
million), should also par-
ticipate in the CPP. 
If they were not married 
and did the same work as 
PENSION STATS 
• 59.5 per cent of unmarried women aged 65 or 
over were living in poverty in 1979. Correspon-
ding figures for unmarried men were 44.5 per 
cent. 
• In mid 1979 71 per cent of all men aged 65 and 
over were receiving Canada Pension Plan pen-
sions averaging $122 per month. Newly retired 
men aged 65 to 69 were doing even better with 86 
per cent receiving average monthly pensions of 
$159. Only 28 per cent of women aged 65 and 
over were receiving CPP benefits. Of those 
women aged 65 to 69 only 42 per cent received 
pensions which averaged $104 per month. 
• Of all the men aged 20 to 64 who were con-
tributing to the CPP and QPP in 1976. more than 
70 per cent had incomes that equalled or surpass-
ed the maximum pensionable amount. Of the 
female contributors. only 35 per cent did. 
• When the current generation of female senior 
citizens were in their childbearing years (20- 44 
years) fewer than 17 per cent worked outside 
their homes. 
• Most Canadian women over 65 are single. 
divorced, or widowed; of these three in five are 
poor. 
• Two-thirds of women over 75 years of age are liv-
ing in desperate financial circumstances accor-
ding to a report by the Ontario Council on the 
Status of Women. 
maids or housekeepers, 
they would not only be 
allowed to contribute to the 
CPP, they'd be obliged by 
law to do so, she claims. 
Dulude also states that to 
assume earnings equal to 
half the average wage is 
even more appropriate in 
this case as domestic ser-
vices are usually remu-
nerated at about that 
amount. 
Noting that homemakers 
who are not taking care of 
young children or disabled 
family members are gene-
rally not considered to be 
performing valuable ser-
vices to society, Dulude says 
it would be unfair to ask 
other CPP contributors to 
subsidize the cost of their 
participation. 
On the other hand since 
these women usually do not 
have money of their own, it 
would not be a good idea to 
rely on their voluntary con-
tribution. In addition, low 
income families couldn't af-
ford it and the plan would 
thus help those who need it 
least. 
According to Dulude, a 
more reliable method would 
be to collect homemaker's 
CPP contributions (em-
ployer and employee por-
tions) directly from the 
husbands or relatives who 
are the prime beneficiaries 
of their services. 
One proposal is to link 
eligibility for the married 
exemption (or equivalent to 
married), to the payment of 
these contributions. Conse-
quently, the people who 
receive government sub-
sidies through tax exemp-
tions to support dependents 
would be required to use 
part of this money to pro-
vide women with decent 
pension protection. 
Other advocates of 
homemakers' participation 
in the CPP are Canadian 
Pensioners Concerned Inc., 
Canadian Advisory Council 
on the Status of Women, 
and Monique Begin, 
Minister of National Health 
& Welfare. However, Be-
gin's positiOn is that 
homemakers' contributions 
to CPP should be on a 
voluntary basis. 
Dulude also says needed 
reform to the CPP to im-
prove women's pensions is 
the splitting of CPP pen-
sion credits between the 
spouses for the years that 
they live together. Thus 
recognizing that both 
spouses contributed in dif-
ferent but equally valuable 
ways to the marriage part-
nership. And according to 
Dulude the easiest way to 
accomplish this would be to 
equalize the CPP credits of 
the spouses when the 
younger of them reaches the 
age of 65. If women's work 
inside the home entitled 
them to CPP credits of their 
own, this sharing would 
almost always result in ade-
quate retirement pensions 
for both spouses. 
She points out that shar-
ing of credits between the 
spouses without home-
maker participation in the 
CPP is not sufficient 
because it could simply 
result in dividing the hus-
band's pension in two, and 
thus yielding two inade-
quate pensions. 
In addition if both shar-
ing and homemaker par-
ticipation in the CPP were 
implemented_, elderly widow 
(widower) benefits would 
no longer be needed 
because each spouse would 
have a high enough retire-
ment pension of her/ his 
own. This would be 
desirable since surviving 
spouses' benefits would not 
be appropriate in a system 
where homemakers would 
be treated as workers in 
their own right, and no 
longer as dependents of 
their husbands. 
To ensure that no one 
suffers from abandonment 
of the current dependency 
system it would be· stipu-
lated that persons aged 35 
and over upon the introduc-
tion of reforms would still 
come under the old rules 
whenever it is advantageous 
to them. 
Dulude also says that for 
a complete purge of the no-
tion of wives' dependency 
from the CPP to occur two 
adjustments would be need-
ed. One adjustment would 
give unemployable widows 
aged 50 to 65 pensions bas-
ed on their own CPP enti-
tlements equalized with that 
of their increased husbands' 
- an unemployment pen-
sion for older workers who 
are unable to find a paid 
job. Similar programs 
already exist in many Euro-
pean countries. 
The other adjustment 
would be for younger 
widows with dependent 
children. These women 
would receive much higher 
pensions for a shorter 
period of time. It would 
allow widows with pre-
school children to stay 
home with them if they 
wished, and would give all 
widows with children at 
least two years of breathing 
time to review the options 
available to them. 
In order to give women 
increased coverage under 
the CPP Dulude recom-
mends that the definition of 
earnings entitling one to 
participate in the plan 
would be extended. She 
pojnts out that in most 
Western European coun-
tries maternity, unemploy-
ment and sickness benefits 
are eligible income for pen-
sion purposes. 
The Canadian Labour 
Congress with about two 
million members has been 
advocating that the CPP 
benefit levels be raised 
through a benefit formula 
which would increase pen-
sion benefits 50 per cent of 
earnings up to the average 
industrial wage. In 1981 the 
AIW was $18,000. 
Dulude, however, advo-
cates introducing into the 
CPP a benefit formula giv-
ing pensions equal to 50 per 
cent of earnings to half the 
average wage and 25 per 
cent on the rest to the 
average wage. 
Monica Townson, key-
note speaker at the seminar 
on Women and Pensions: 
Problems and Prospects 
held in Calgary in 
November 1981, told par-
ticipants: 
"An important part of 
the Great Pension Debate is 
deciding whether or not we 
want to lobby for these 
changes to be made to the 
private pension system. It is 
my belief that the only way 
the pension needs of women 
will be met is through an ex-
panded public system. 
"The Canada Pension 
Plan covers everyone, it 
doesn't matter how often 
you change your job, you 
still get a pension. It could 
be adapted to allow for 
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parents to withdraw from 
the labour force to raise 
children without losing be-
nefits. It already covers 
part-time workers. There is 
not a problem with annuity 
payments and it even makes 
provisions to divide pension 
credits between the spouses 
in the event of a divorce. 
'' I would support the 
general proposals made by 
the Canadian Labour Con-
gress that the basic retire-
ment benefit be increased 
from 25 per cent of con-
tributory earnings to 50 per 
cent. 
"And I really don't think 
there's much point in look-
ing to the private pension 
industry to provide ade-
quate retirement incomes 
for women. If the best they 
can do is mandatory sur-
vivors' benefits, then we 
haven't got much hope." 
Where pension infor~nation 
can be obtained 
If you would like more information on pen-
sions the following packages are available. 
• NAC Pensions Kit - contains information 
on Canada's retirement income system. 
the Status of Women relative to that 
system. and a range of reforms that would 
improve the system for women. Kits 
available from. 40 St. Clair Ave •• East. 
Toronto. Ont •• M4T 1M9. Cost $6.00 each. 
• Women and Pensions - by Kevin Collins. 
The Canadian Council on Social Develop-
ment. 1978. 
• Pension Reform with Women in 
Mind - by Louise Dulude. Canadian Ad-
visory Council on the Status of Women. 
Contact CASW Western Office. 289 Main 
St.. Room 600. Winnipeg. Manitoba. 
R3C 1B2. 
• Women and Pensions - by Monica 
Townson. Perception Journal. published 
by the Canadian Council on Social 
Development. Vol. 3. 1980. 
• Women and Aging - by Ontario Status of 
Women Council. 
• Women: Still the Losers in Pensions - by 
Ann Rhodes. Chatelaine Magazine. May. 
1982. 
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